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This document outlines the Policy and Procedure for managing stress in the workplace for East London NHS Foundation Trust.

1. INTRODUCTION


1.1 The Trust, as a responsible employer, is committed to promoting and ensuring the wellbeing of all employees. The Trust recognises that work can have an impact on the mental and physical health of employees, and therefore seek to create a culture where stress factors are identified, minimised and managed before they affect the wellbeing of staff.

1.2 The Trust has a legal obligation to provide a safe and healthy work environment for all employees in line with the Health and Safety at Work Act 1974 (amended), the Management of Health and Safety at Work Regulations 1999, the Equality Act 2010 and the Working Time Regulations 1998. The Trust has an obligation to provide reasonable and practical adjustments / measures to create and maintain a safe and healthy work environment. The Trust aims to do this by promoting and protecting the health, safety and wellbeing of its employees. It must be recognised that this forms only one strand of an overall strategy to promote health in the workplace and this policy must be read in conjunction with all related People & Culture (HR) policies. 

1.3 The Trust accepts the responsibility to proactively manage stress at work thereby focusing on prevention and early intervention to avoid this having a negative impact.

2. POLICY STATEMENT

2.1       The Trust therefore makes a commitment to the following:

· To identify all workplace stressors and where stress occurs by carrying out regular stress management risk assessments and workplace risk assessments.
· To conduct risk assessments and consult and develop action plans with staff to reduce levels of stress.
· To provide sufficient training and supervision for all employees to enable them to avoid increased stress levels.
· [bookmark: _GoBack]To provide relevant training to staff and managers on how to identify, manage, and alleviate stress at work.
· To provide access to relevant forms of support e.g. Occupational Health, the Trust’s Employee Assistance Programme, Freedom to Speak Up Guardian, and relevant external agencies for staff affected by stress.
· Provide workplace adjustments where possible to support employees.
· To provide adequate resources and support to enable managers to implement the Trusts Managing Stress in the Workplace Policy.
· To ensure that the Trust meets and maintains its statutory requirements under the relevant legislation and regulations.


3. SCOPE OF THIS POLICY

3.1This policy applies to all managers and staff employed by the Trust. This includes bank and agency staff.

4. POLICY AIMS

4.1 The aims of this policy are to promote well-being and provide support mechanisms to minimise and manage stress in the workplace The Trust will therefore aim to implement the HSE Management Standards for tackling work-related stress. These are: -
Demands – demands of the job e.g., workload, work patterns, work environment.
Control – how much say and control a person has in the way they do their work.
Support – encouragement and resources provided by the Trust, management and colleagues.
Relationship – promoting positive working to avoid conflict, e.g., dealing with unacceptable behaviour.
Role – people understanding their role within the organisation, resolving conflicting roles.
Change – how organisational change (of any size) is managed and communicated in the Trust.
The Trust will plan to meet these standards through a process of identifying workplace stressors using risk assessment forms and, implement the necessary controls to minimize the risk identified. Some of these interventions and strategies may include the following:
· Promote a culture of encouragement, participation and open communication.
· Identifying potential areas that contribute to   increased stress for employees from the staff survey; areas); monitoring sickness absence figures, bullying and harassment cases, and retention.
· Training managers in how to recognise risk areas, identify potential stress reactions in individuals and the impact of modelling positive management behaviour.
· Increasing staff awareness of actions that will be taken by the Trust to prevent and control potential stress areas at work.
· Increasing awareness of the initial signs of stress and the methods available to minimise and manage it.
· Providing confidential support for those who are experiencing stress through referral to the relevant supportive agencies (internal and external).
· Supportively managing the return to work of those who have been absent as a result of   work-related stress.




5. DEFINITIONS 

5.1 Definitions of terms used within the context of this document. The Health and Safety     Executive define stress as: 

“A pattern of emotional, cognitive, behavioural and psychological reactions to adverse and noxious aspects of work content, work organisation and work environment. It is a state characterised by high levels of arousal and distress often by a feeling of not coping”

“the adverse reaction people have to excessive pressure or other types of demand placed on them”
         
Health and Safety Executive (HSE - (HSE Tackling Stress: The Management
Standard Approach, page 1)

This makes an important distinction between pressure, which can be a positive state if managed correctly, and stress, which can be detrimental to health. Of equal importance is the fact that the reaction can also be perceived pressures. Pressure is part and parcel of all work and can help to keep individuals motivated.  However excessive pressure can lead to stress, which undermines performance (ref: HSE 2006)
Repeated experiences of work-related stress can affect an employees’ overall mental and physical health and can lead to employees’ feeling burned out and / or suffering from fatigue.
Fatigue and Burnout
Fatigue - Fatigue is a perceived state of ‘weariness’ caused by prolonged or intensive exertion. Fatigue results in slower reactions, memory lapses, absentminded slips, ‘losing the picture’, lack of attention.
Burn-Out - Burn-out is a syndrome conceptualised as resulting from chronic workplace stress that has not been successfully managed. It is characterized by three dimensions:
· feelings of energy depletion or exhaustion
· increased mental distance from one’s job, or feelings of negativism or cynicism related to one's job; and reduced professional efficacy. HSE – Health and Safety Executive

6. STRESS IN THE WORKPLACE

6.1 This policy is primarily concerned with the negative effects of stressors arising from factors within the workplace and it is impact on employees. However it is recognised that stress may be influenced by a variety of factors and that no single cause may necessarily be identified.
6.2 This policy is to encourage and assist staff to recognise and identify stress   and how to deal with stress reactions.
6.3 Unlike other health hazards in the workplace, stress may not be easy to detect. Stress can have an adverse effect on an individual’s mental health (feeling anxious, mood changes, depression), their physical appearance (sweating, reddening, blushing) and how they feel (increased blood pressure, hypertension).
6.4 Recognising the signs of stress early can help to reduce the likelihood of other health conditions developing further. If stress is experienced over long periods other signs may develop for example, high blood pressure, heart disease, ulcers, chronic anxiety, and long-term depression. 
6.5	This policy acknowledges that any staff member, at whatever level, can experience stress at work. It is important to remember that work-related stress is not an illness, but if it is prolonged, or particularly intense, it can lead to increased problems with ill health, psychological in particular but also physical in some circumstances.
6.6	The Trust encourages all staff to seek help and support if they feel they need this and it should be seen as a positive approach. In the appendix 3 further information is available on how to nurture a climate wherein seeking help and support is encouraged.
6.7	The Trust recommends that staff seeking help should normally approach their line manager in the first instance. They may also want to talk to their Trade Union representative. There will be times when some staff require professional help and support. 
6.8	The People and Culture Department, Occupational Health Service or the Trust’s Employee Assistance Programme (EAP) are also able to provide guidance and assistance, which may include the provision of counselling or medical services where necessary. 

7 PROCEDURE FOR MANAGING STRESS AT WORK

7.1 The Health & Safety Executive (HSE) expects every employer to conduct risk assessments for health and safety hazards, including work related stress. The HSE recommends a five-step approach to risk assessment:
· Identify the hazards – Look at how the HSE Management Standards (listed below) apply in the context of the workplace. These will help to measure the performance in managing work related stress and provide simple statements about good management practices to assist in this area.
· decide who might be harmed and how - Identify the problem areas using existing data (Sickness absence data, turnover e.t.c) and other tools and surveys
· evaluate the risk and take action – Link problems to solutions, gather staff feedback, communicate results and provide feedback to staff
· record your findings – record the findings of your assessment and develop an action plan
· monitor and review – monitor your action plan and evaluate the effectiveness of the interventions and strategies that have been implemented

7.2 The Trust expects all staff and managers to be vigilant in identifying stressors within ELFT.  Where a stressor is identified, a stress risk assessment should be undertaken by the manager in conjunction with staff individually. The aim of the stress risk assessment is to identify stressors and minimise their impact. Please refer to appendix 1 for an overview of the risk assessment process

7.3 There are different risk assessments outlined below which details when the appropriate risk assessment should be completed and followed up with an action plan to support staff in identifying, minimising and managing stress within the work.

· Stress Risk Assessment and Action Plan - When employees return from sick leave due to stress related illnesses a return-to-work questionnaire should be completed to identify whether the levels of stress have fallen under any of the six Management standards. Insert link

· Workplace Risk Assessment – This tool can be used when a staff member identifies a combination of physical and psychological stress factors which may contribute to work-related stress and can help to identify the additional actions that needs to be taken to mitigate the risks.
7.4 In carrying out these risk assessments, managers should focus on the factors identified that are likely to cause intense or sustained levels of work-related stress that are affecting the individual.

7.5 Managers at all levels across the Trust should take all reasonable steps to identify and manage factors in their department that may cause work-related stress.
· Demands:
· Monitoring of workload, hours and overtime to ensure that staff are not overloaded, prioritising workloads with staff to minimise the possibility of excessive pressure
· Ensuring recruitment process are followed by matching abilities to the job requirement
· Address concerns raised in relations to working environment
· Control:
· Undertake regular one-to-one and appraisal discussions and opportunity for meaningful development in their role
· Encourage employees to use their initiative and skills to do their work
· Support:
· Ensure new staff have induction and adequate support or training to carry out their duties
· Inform employees about available well-being support in the Trust and how they can be accessed.
· Offer additional support to staff who is experiencing stress outside work due to bereavement or domestic challenges
· Relationships:
· Ensure bullying and harassment is not tolerated and staff are aware and have access to all relevant policies and procedures
· Encourage staff to report unacceptable behaviour
· Demonstrate and model behaviour conducive to positive working relationships and develop positive cultures within teams
· Role:
· Ensure all staff have access to their job description and clear of their roles and responsibilities
· Ensure stall have a clearly defined objective objectives and responsibilities
· Change:
· Ensure employees are consulted and provided opportunity to express their views on proposed changes to working patterns
Please refer to appendix 3 for more information.
7.6 All risk assessments must be signed and dated. The risk assessments and action plans should be shared with staff members and held by line managers in the staff members personal file and be available for review as appropriate.

7.7 Risk assessments should be carried out and action plans monitored at local level with assistance and support sought from Health and Safety as required.

7.8 Support in carrying out stress risk assessments is available from Trade Union Representatives, People Relations Advisors and line managers. 

7.9 A partnership approach involving staff and staff-side would be vital in order to identify organisational causes of stress and explore how the risk factors might affect staff and which areas should be targeted first.












8. Overview of the process
 Steps to Stress Risk Assessments





9. SICKNESS ABSENCE CAUSED BY WORK RELATED STRESS 

9.1 Where an employee identifies that a period of sickness absence has been attributable to work-related stress, the return-to-work and wellbeing conversation should include the Stress Management Return to Work Questionnaire as outlined above.  A referral to Occupational Health should also be considered. 

9.2 In the event that the Stress Management Return to work Questionnaire identifies that the work environment maybe a contributory factor for causing work-related stress it may be necessary to explore with Occupational Health (OH) for further guidance as to which departments or agencies can support i.e., Health and Safety department and Access to Work. Any actions and workplace adjustments should be documented.

9.3 Staff should be made aware that they can access the Employee Assistance programme (Appendix 4 for further details).

9.4 Sickness absence should be managed in line with Trust’s Managing Sickness Absence policy.

10. SUPPORT FOR SERIOUS INCIDENTS
Support should be available for staff involved in Serious Incidents in a timely way and in a form appropriate to the incident. Support is likely to involve initial debriefing followed by psychological support where it is appropriate to do so. Staff should be provided with the Employee Assistance Programme (EAP) contact details. 


11. MEDIATION AND SUPPORT

The Trust’s in-house Mediation Service is available to all staff and is able to provide support in resolving problems with working relationships that are causing stress and affecting the individuals’ wellbeing.

12. TRAINING AND AWARENESS

The policy will be held on the Trust Intranet under HR and Training – Documents and Resources - Policies and Procedures. Further information and support for both staff and managers is available from the People & Culture Team.






Step 1


Step 2


Step 3





Stress Risk Assesment and Action Plan -  Complete the risk assesment the staff member is exhibiting signs off stress and / or when it has been reccomended by Occupational Health. This helps to determine individual working conditions and help identify work stressors. Please use the link below to access the form:








Engage the member of staff in a well-being conversation (check-in)


Step 4


Review the risk assessment and revise the action plan if necessary





 The member of staff may exhibit signs of stress - Appendix 2 provides information on signs of stress.





Idenitfy the potential impact of work-related stress on the member of staff / team.


Consider the consequences in the short-term and long-term if the member of staff continues to experience stress and the impact on the team.





 The member of staff is experiencing work-related stress (might be of sick with work-related stress or is at work and are experiencing increased levels of stress.


Evaluate the risks


 It is good practice to review the action plan and risk assessment on a regular basis or at the agreed dates to see if the control measures are still effective.





Workplace Risk Assessment – This tool can be used when a staff member identifies a combination of physical and psychological stress factors which may contribute to work-related stress and can help to identify the additional actions that needs to be taken to mitigate the risks.





Plan the best way to have that conversation e.g ask how they are feeling etc.


 The member of staff might highlight / discuss feeling stressed during monthly supervision or during a 1 - 1 conversation.


Identify the stressors / signs of stress


Complete the Relevant Risk Assesment / ELFT Well-being Wheel (Plan)
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